Normative and Process-oriented Ethical Approaches
To manage bullying in the U.S. workplace While workplace bullying represents an ethical challenge from a number of perspectives, there does not seem to be conceptual models to facilitate the prevention and remediation of workplace bullying. Thus, the starting point for increasing ethical understanding is to formally offer the following propositions that can guide both academics and practitioners when addressing concerns in the workplace related to workplace bullying.
Propositions 1. The law offers an insufficient set of comprehensive remedies to prevent and remedy workplace bullying. 2. Workplace bullying is antithetical to Schumann's (2001) five moral principles of human resources management. 3. A more effective design of an ethical intervention to prevent and remedy workplace bullying is based upon an A-B-C analysis of workplace bullying as an ethical dilemma.
Consider an vast array of scenarios in organizational life regarding bullying:
• An employee is constantly criticized, ridiculed, and excluded from work related activities, but is fearful of reporting the bullying due to fear of retaliation. Individual. • An employee is picked on for his/her manner of dress and unwillingness to go to lunch with coworkers. Individual. • A manager views bullying as a legitimate managerial style, the most notorious of which is John Bolton, formerly Undersecretary of State of Arms of Control and Ambassador to the United Nations, whose bullying boss behaviors became part of his confirmation hearings and were featured in the media, including the Washington Post article entitled ''Big Bad Boss Tales: Overbearing Management Styles Are All The Rage, Did We Say Rage?'' Individual. • The desire of organizations to increase the diversity of its workforce directly results in bullying of the new entrants into the organization by individuals, who perceive their status is reduced as a result. Group. • The union is in an untenable situation, when it has to represent both the victim and the bully in a grievance. Group. • The organizational structure results in some groups being inferior to other groups, the latter of which take advantage of this. Organizational. • A merger results in the employees of the company being acquired have an inferior status to the employees of the acquiring company. Organizational.
Bullying is commonplace (Namie and Namie, 2005; Quine, 1999; Zogby International, 2007) , and relatively unregulated from a legal perspective. In addition, no ethical frameworks have been applied to assist in understanding the ethics of bullying. It is this absence in the ethical literature that this article hopes to address. This article is organized into the following sections: overall perspective on bullying, legal aspects of workplace bullying, examination of ethical models in the management of workplace bullying from both a normative ethical and processoriented ethical framework; and conclusion.
Overview of Bullying

Definitions of workplace bullying
There is no shortage of definitions of bullying and bullying in the workplace. Salin (2003) defines bullying as repeated and persistent negative acts toward one or more individual(s), which involve a perceived power imbalance and create a hostile work environment (Einarsen, 1996; Hoel and Cooper, 2000; Zapf et al., 1996) . Bullying, is, thus a form of interpersonal aggression or hostile, anti-social behavior in the workplace. Salin states that several terms have been used to describe interpersonal aggression (see Keashly and Jagatic, 2003) . As for the term ''bullying,'' it can be noted that it has been predominantly used by researchers in the U.K. and Ireland (Hoel et al., 1999; O'Moore et al., 1998; Rayner, 1997) , Australia (McCarthy, 1996; Sheehan, 1996) , and Northern Europe (Einarsen, 1996; Salin, 2001; Vartia, 1996) , whereas German researchers (Zapf et al., 1996) have used the term ''mobbing'' for the same phenomenon. In North America, related and partly overlapping phenomena have been studied under a variety of different names: ''employee abuse'' (Keashly, 1998), ''workplace aggression'' (Neuman and Baron, 1998; O'Leary-Kelly et al., 1996 ), ''victimization'' (Aquino et al., 1999 , ''interpersonal deviance'' (Bennett and Robinson, 2003) , ''social undermining' ' (Duffy et al., 2002) and ''workplace incivility'' (Andersson and Pearson, 1999; Cortina et al., 2001 ).
An equally wide variety of negative behaviors constitutes bullying: social isolation or silent treatment, rumors, attacking the victim's private life or attitudes, excessive criticism or monitoring of work, withholding information or depriving responsibility, and verbal aggression (Einarsen, 1996; Keashly, 1998; O'Moore et al., 1998; Zapf et al., 1996) . Compared to forms of workplace violence, physical violence tends to be rather rare in bullying. However, bullying is interpersonal by nature, and is thus a narrower concept than anti-social or deviant workplace behavior, the latter of which may also involve acts directed toward the organization (Giacalone and Greenberg, 1997; Robinson and Bennett, 1995) . Bullying typically takes place between members of the organization, in contrast to other forms of interpersonal violence and aggression, which may involve outsiders. Einarsen and Skogstad (1996) and Vartia (1996) stress that bullying is repeated, persistent and continuous behavior. Typically, single negative acts are not considered bullying. In contrast to much of the literature on workplace aggression (Neuman and Baron, 1998) and social undermining (Duffy et al., 2002) , intent is typically not part of the definition, but instead the subjective perception of the victim is stressed (Hoel et al., 1999) .
Bullying is typically targeted toward one or a few selected victims, rather than being a form of more generalized workplace incivility. Furthermore, bullying shows many similarities with sexual harassment 148
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